We would like to express our thanks to the RGS-IBG for receipt of a small grant which funded the data collection costs for this research, alongside funding from WGSG subventions and publications. We would also like to take this opportunity to acknowledge the importance of the previous pivotal studies undertaken by Linda
Introduction
The Athena Swan agenda, established by Higher Education Funding Council for England (HEFCE) in 1999 to combat underrepresentation and promote the career progression of women in science in UK universities, has changed the way gender equality is being addressed in some geography departments and units. The Athena Swan award, and the more recent (now merged) Gender Equality Charter Mark for nonscience subjects, is awarded by HEFCE's Equality Challenge Unit to universities and departments demonstrating strategies to combat gender inequalities and create positive working environments (Equality Challenge Unit, 2014) . This unprecedented interest in gender equality is to be welcomed given the need to address systemic inequalities evidenced since the first numerical survey of women in higher education geography undertaken by Linda McDowell (1979) and more recently by the International Benchmarking Review of Human Geography, which described UK geography's intellectual work as world-leading, but identified gender and minority underrepresentation as key shortcomings within the discipline (ESRC 2013, 24) .
Despite burgeoning growth in feminist scholarship within geography, sparse attention has been given directly to women's position in UK HE geography in the more than twenty years since McDowell and Peake's (1990) follow-up survey. McDowell brought feminist methodologies, gender-based power relations, and the "difference gender makes" in academic geography to the fore (see McDowell 1990, 400; McDowell, 1992) .
These were complemented by UK-focused studies on gendered degree results (Chapman 1995 , with response by Bondi 1996 , gendered postgraduate student participation (McKendrick 1996) , gendered participation in fieldwork and physical geography (Maguire 1998; Dumayne-Peaty & Wallens 1998; Bee et al 1998; Madge & 5 Bee 1999; Bracken & Mawdsley 2004 ) and the gender gap in the British geographical canon (Maddrell 2009; 2012) . In recent years the contemporary gender (im-)balance in UK HE geography has been most directly addressed by Crang's account of 'Malestream Geography' (2003) . Internationally, the issue has been addressed in the US (Professional Geographer (2000) and Brinegar (2001) ); Australia (Klocker and Drozdzewski (2012) and Johnson (2012) working among tenured and permanent faculty -mostly women. Birnie et al's (2005, 255) important discussion of fractional working, highlighted how such arrangements can challenge "the traditional white masculinism of the discipline", but can also produce an "altered balance of power" in which fractional faculty are both marginalised and unduly obligated. Yet faculty with permanent fractional contracts are nonetheless privileged when compared with many adjunct, sessional and contract workers. In the face of a relative paucity of UK data with which to explore how gender, social location and identity (Madge and Bee 1999) shape the subject positions of geographers across 6 these shifting landscapes of academia, this paper provides a statistical overview and introduces key narratives from qualitative survey responses.
For UK geographers, the McDowell (1979) and McDowell and Peake (1990) When McDowell (1979) and McDowell and Peake (1990) mapped the presence of women students and staff in geography departments across the UK, they expressed concern for the attrition of women over the career course from undergraduate to PhD study and in the transition from postgraduate study to academic employment. The data in Table 1 show that the gender balance has improved significantly over time for both undergraduate and postgraduate students, with female students now making up half or more of the HE geography population; a trend that should continue given geography's close to equal numbers of males and females studying geography at A-Level (Joint Council for Qualifications, 2014).
[Note: Insert Table 1 
here or nearby]
The proportion of women PhD students in geography has grown from 31 per cent (fulltime students) in 1978 to 50 per cent in 2012/13 (see Table 1 ). This trend appears to The improving equality between men and women appointed in early-career and middle career stages encourages the view that the gender gap is closing, but wider structural changes in HE geography affect how this data is assembled longitudinally and our confidence in how quickly this is happening.
When comparing the two previous studies and more recent HESA data in Table 1 The need for a qualitative approach to understanding the uneven representation of women at different levels, in different sub-disciplines, and across pay grades within UK geography was addressed by the 2010 survey, which asked a series of questions about experience of career choice and progression. The survey was widely advertised on UK HE geography mailing lists and networks and 360 respondents completed the survey.
Of those, 253 were working or studying at a UK HE institution at the time of the survey, with others seeking work, working outside academia, taking a career break or working outside the UK. Respondents were 65 per cent female, 33 per cent male and 1 per cent other gender; more than 70 per cent of respondents were post-PhD, with all career stages represented, including 11 professors. The survey explicitly asked respondents to explore the dynamics of gender in relation to their career progression; responses also highlight other inequalities linked to social relations within the workplace, offering insight into the ongoing dominance of white, heteronormative and ableist cultures within UK HE geography (Horton and Tucker, 2014) , and challenges 11 faced by working outside or on the fringes of the academy. These rich data will be further discussed in a subsequent paper, but it is important to signal a number of key issues as context to the statistical findings above and their interpretation, namely: discrimination and bullying, marginalisation, employment precarity, caring responsibilities and departmental cultures.
The survey allowed people who had experienced significant discrimination and bullying to highlight their troubling situations. Under the UK Equality Act 2010, it is unlawful to discriminate against anyone because of his or her protected characteristics, for example age, sexuality, religion or belief (Gov.uk, 2014a) . This Act also identifies the forms in which discrimination can come (indirect, direct, harassment and victimisation). The UK Government recognise bullying and harassment as 'behaviour that makes someone feel intimated or offended', however bullying behaviours are not against the law, unless the 'unwanted behaviour' is related to a protected characteristic (Gov.uk, 2014b) . Bullying can be construed as practices that may be related to discrimination, but may more broadly reflect the default mode of an individual's interaction with colleagues, or ambient culture in certain workplaces, which is not directly targeted at people with protected characteristics. Departments need to be aware of both dimensions of this problem. Some of the respondents had experienced positive resolution of these issues within the workplace; others were driven to breakdown or moved jobs to escape it, as exemplified by the following quote: The survey also shows that respondents were taking on a variety of personal caring roles, of particular significance due to pressure on academics to work beyond contracted hours. While parenting responsibilities for pre-school children were highlighted, other caring responsibilities identified were: children of all ages, partners; elderly and/or infirm parents and neighbours; friends experiencing challenges or long-term illness.
Respondents indicated that their caring roles required different intensities of care at different times, with wide-ranging impacts on work/life balance, regardless of seniority: Although UK Universities are bound by the 2014 UK Flexible working law (Gov.uk, 2014c) , the ability and inclination of an employee to navigate these with confidence will depend on the institutional policies and the leadership of their department.
While the survey reported women and men undertaking caring responsibilities, many women in particular feel the need to downplay these responsibilities for fear of being seen as less committed to their work, whereas men appear to seek (and receive) recognition for caring roles. The fact that a number of women respondents referred to the impossibility of combining academic work and a family life, while this issue was not raised by men, suggests that women still anticipate having to sacrifice career for childrearing, or vice versa, in a way that men do not. These women reported the implicit and explicit message that children and academic progression did not mix.
On several occasions I have been told by senior female academics that if a woman has children she is signalling that she is not serious about an academic 
Conclusion
Regardless of some structural differences in the longitudinal statistical data, the survey and study show four clear findings.
First, it evidences growth of the number of women appointed as professors and growing gender equality within some departments, but persistent gender disparities in UK geography as a whole.
Second, the changes required to reduce gender inequalities within UK universities represent a long and demanding process. Discipline-wide and departmental 'ethos' and 'ambiance' can supports or undermine efforts to secure equality. Good practice highlighted by respondents included attentiveness to social relations and a wider ethos of equality within departments, and the use of varied and sustained strategies to address inequalities.
Third, respondents were acutely aware of key career transition points, and both enablers and barriers to their progression. Much has been written on the glass ceilingpreventing mid-career moves to senior roles, but the stone floor keeps people, notably women, stuck in the lower echelons of academia (Heward and Sinclair Taylor, 1995) .
This can have long-term impacts on quality of life and personal life decisions such as parenthood, as well as penalising individuals financially with lower salaries now, which map on to lower pensions in retirement, resulting in significant gender disparities in lifetime income.
Fourth, the advent of HEFCE's Athena Swan and Gender Equality Charter Mark initiatives suggest a changing zeitgeist. However, evidence of early-career precarity, workload pressures, stress-related illness, discrimination, harassment and bullying in this survey highlight grave concerns about institutional cultures and the wellbeing of academics in geography, which can be linked to broader narratives of job insecurity, stress and (lack of) well-being in the wider university sector, as evidenced by The Guardian's article on 'Dark Thoughts, mental illness on the rise in academia ' (2014) . This paper has made visible ongoing gender inequality in the geography workplace and challenges assumptions that geography has successfully tackled the 'gender problem'.
The collective personal testimony of respondents evidence and illuminate the day-to-day experiences of inequality in departments, which statistical data analysis alone cannot speak to. Together this data should inform our collective understanding of inequality and exclusion, and our mutual responsibility to work towards equality in the workplace. Heads of Departments and their supporting senior colleagues have a particular responsibility in leading change to address gender inequalities and the direct and indirect discrimination that is frequently associated with such inequalities.
To conclude, we call for the discipline of geography as a whole to 'mind the gap' and call on all departments to work towards meeting the gender equality requirements through Athena Swan and Gender Equality Charter Mark accreditations. We see this as integral to, rather than separate from, a broader agenda that addresses other significant areas of inequality, e.g. sexuality, race and dis/ability, through the UK Race Equality
Charter Mark now being trialled and the Stonewall (2013) Top 100 Employers list.
However, policy alone is rarely sufficient, and indirect factors such as departmental ethos and ambiance play a significant role in fostering and maintaining cultures of equality. There still needs to be a greater and more systemic integration of 'formal' and 'academic/theoretical' approaches; that is, of structured programmes for addressing inequality, and more difficult, contentious and reflexive debates about how geography operates as a discipline and how academic subjects are shaped under particular conditions. The latter includes confronting, as Valentine et al (2014) remind us, the 'ordinary sexism' that patriarchy and the gendered division of space -as well as the gender division of labour -produce and reproduce. There are structural and interpersonal issues that demand both policy and praxis of equality. Ultimately, departments working towards an inclusive ethos and ambiance will constitute healthy working environments, which are simultaneously an investment in the long term wellbeing of staff, and therefore the quality of student experience. 
